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Abstract:  
This study aims to analyze the role of transformational leadership styles to improve employee work motivation 

related to the quality of human resources, employee performance. This research was conducted in a regional 

development planning office located in Malang Regency, Indonesia. Office employees as respondents as many 

as 75 employees. Census methods were used in this study. Data analysis techniques use descriptive analysis and 

path analysis using SPSS. Research conducted during the Covid-19 pandemic, then variable measurement 

becomes different. The purpose of this study is that employees will understand difficult work as well as solve 

problems based on applicable method, employees can understand the planning of organizing in detail, then the 

development planning will run more optimally, employees are required that the initiative in completing the work 

without being commissioned by the leadership, employees at regional development planning office in Malang 

Regency recommended by the leadership for the development, raised their ranks, sent to follow further 

education and training. 
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I. Introduction 
This research was conducted in Indonesia in 2020 during Covid-19. Regional Development Planning 

Office (commonly called BAPPEDA Malang Regency) is located in Malang-East Java Regency which has the 

highest population rating in Indonesia. Regional Development Planning Office is one of the government 

organizations that have the responsibility in the field of regional development planning. 

Organizations in the Office Government have leaders who appreciate every employees duty, so 

employees are always motivated to give their best and achieve the agency's vision of mission. The observations 

showed that leaders in Regional Development Planning always motivate their employees, if subordinates have 

constraints in carrying out their duties, the leaders have their way of solving the problem, and theirs no doubt 

about it. And that, transformational leadership style is the highlight in this research.  

Transformational leadership style is showing us how the quality of human resources is very related to 

employees’ work achievement. Human Resources in the Regional Development Planning Office consists of 

Civil Servants and Honorary Employees. If human resources do not provide the best for agencies, then the 
vision and mission of the Office Government in a structured and targeted manner will not be achieved. Research 

conducted by (Wahyu:2016) states that the transformational leadership style positively affects employees’ hard 

work and performance, and the thing about compensation, it has a more positive and significant effect on 

employee progress and performance. 

Based on the results in this research, it is known that the quality of human resources has a significant 

effect on the work progress of employees in the Office Government. In this study, it was shown with the highest 

predicate that employees in Office Government can plan or organize carefully, it is used as a reference in 

working and fostering high work motivation. This research is in line with research conducted by (Ozlen:2014) 

which showed that the influence of human resource quality has a significant influence on employee work 

motivation. With the quality of competent human resources can achieve the objectives of the agency and 

increase employee’s work in a targeted way, it is necessary to test the leadership style and quality of human 
resources to predict its relation to employee work motivation. The explanation above reveals the first hypothesis 

in this study is: 

H1. Transformational leadership style, quality of human resources to employees work 
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Another factor that’s considered to have an impact on the transformational leadership style, the quality 

of human resources is Employee Performance. (Simanjutak:2012) proves the positive impact between 

transformational leadership and motivation jointly affects employee’s performance and progress. It is also stated 
that human resources have a positive effect on performance with the organization's commitment as a variable 

mediator (Tabouli:2016). According to (Mangkunegara:2009) the Employee Performance is the result of work 

achieved by an employee in carrying out duties by the responsibilities given. The results of observations in the 

Office Government, the leaders always trust their employee’s to do a crucial task and given directions to do in 

detail, then employees will try to do the task with their best they can do and employee performance will be 

achieved by the wishes of the leadership and human resources in the Office Government must have guidelines in 

planning, If employees disobey the plan, they will be given some training to improve their quality performance, 

thus employees in the Office Government are competent and professional in carrying out their duties. Based on 

the study of (Simanjutak:2012), it is important to know more about the relationship between transformational 

leadership style, quality of human resources to employee performance in the Office Government. The 

explanation above reveals the second hypothesis in this study which  is:  
H2. Transformational leadership style, quality of human resources to employee performance 

 

The results of observations in the Office Government that other factors considered to affect employees 

performance for their motivation. (Oluyesi:2009) stated that there is a positive and significant correlation in 

variable work motivation, leadership effectiveness, and time management to employee performance. The results 

of this study showed that if the leaders in Office Government give some rewards to the employees have  high 

spirit in working, the responsibility of completing the work by developing the skills of these employees by 

providing training and education so that employees who can’t follow the progress of the work will be able to 

implement their task better. In this way, employees will be motivated to work professionally and produce a 

performance as desired by the agency.  

The results of descriptive analysis state the highest employee work motivation indicators, namely 

Advancement (progress) related to the development of work skills, promotion, sent following further education 
and training. So that employees can be motivated to develop in their work. The explanation above reveals the 

third hypothesis in this study is:  

H3. Employee work motivation to employee performance   

 

Research in the Office Government of employee work motivation can mediate between 

transformational leadership styles, quality of human resources to employee performance. Research conducted by 

(Martha:2020) stated that the transformational leadership style has a significant positive effect on work 

motivation, transformational leadership style positively affects employee performance, work motivation has a 

significant positive effect on employee performance. This research also proves that work motivation 

successfully mediates the influence of transformational leadership style on employee performance. Based on 

total direct influence greater than total indirect influence. Therefore, this research can mediate, because 
employee work motivation variables weaken the direct influence of variable transformational leadership style, 

quality of human resources, and employee performance. 

The explanation above reveals the fourth hypothesis in this study, which is: 

H4. Transformational Leadership Style and Quality of Human Resources Towards Employee Performance 

through Employee Work Motivation as mediation variables. 

Employee work motivation is key to success in achieving ideal employee performance related to affecting 

aspects such as transformational leadership style, quality of human resources. This research is interesting 

because this activity was carried out at the time of Covid-19. Of course, the results of the study of variables 

studied have an interesting explanation 

  

II. Literature Review 
The term performance comes from the word job performance or actual performance is a work 

achievement that can be achieved by employees. Understanding performance is the result of work in quality and 

quantity achieved by an employee in carrying out his duties by the responsibilities given (Mangkunegara:2009). 

organizational performance is a combination of individual performance with a group performance.  

Employee performance is a process of carrying out work by the level of professionalism of each 

employee (Nurhalis:2007). According to (Mathis:2020) several indicators can be used to measure employee 

performance, namely: (1) Quality can be measured from the employee's perception of the number of activities 

assigned and the results, (2) Quality is measured by the employee's perception of the quality of the resulting 

work and the perfection of the task to the skills and abilities of the employee.  

The results of the work are carried out to meet the expected objectives of the work, (3) Timeliness is 
measured from the employee's perception of an activity completed from the beginning of time to the output. Can 
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complete at a set time as well as maximize the time available for other activities, (4) Effectiveness to make the 

most of the resources and time available to the organization to increase profits and reduce losses, (5) Self-

reliance is the activeness of employees by proving how far the initiative, to complete the work without being 
woven by the superior. 

The transformational leadership style is a variable that is widely studied and researched in various 

articles and books. Transformational Leadership Style is inspiring employees with a variety of new perspectives, 

realizing the agency's vision, developing potential, and meeting the agency's objectives.            

Transformational Leadership Style is the process of leaders making decisions, to increase the maturity 

of employee motivation and move employees to be selfless for the good of the group, organization, or 

community (Joko:2005). Various leadership styles (Robbins:2015) are charismatic leadership style, visionary 

leadership style, transactional leadership style, transformational leadership style. 

Indicators of transformational leadership style (Robbins:2015) namely Idealized influence that is 

behavior that evokes emotions and strong identification of followers towards leaders, Individualized 

considerations include providing support, encouragement, and training for followers. Intellectual stimulation is a 
behavior that increases followers' awareness of problems and influences followers to look at problems from a 

new perspective. The view explains that quality is a measure that states how far it has been met with various 

requirements, specifications, and expectations. Human Resources are human resources. Human-sourced power 

can also be called energy or power.  Human resources in the form of an organization as a mobilizer to achieve 

the objectives of the organization.  

       The quality of human resources is the ability of each employee both in completing the work, 

developing himself, and encouraging the self-development of his colleagues (Matindas:2002). The quality of 

human resources has indicators (Hasibuan:2007) consists of (1) Knowledge is a competency that employees 

have in a complex according to the employee education background, (2) Recruitment is designed to get 

prospective job applicants according to agency criteria, (3) The spirit of work is the attitude of an employee with 

an enterprising attitude to complete a job, (4) The planning ability of employees is very important for work 

completion guidelines Motivation in management is aimed only at human resources in general and subordinates 
in particular. (Hasibuan:2007) said that motivation is the provision of driving power to create the excitement of 

one's work, to cooperate, work effectively and integrate with all efforts to achieve satisfaction.  

Meanwhile, according to (Robbins:2015), defining Motivation is a process that contributes to 

determining the intensity, direction, and perseverance of individuals in trying to achieve goals. So motivation is 

an effort that exists in a person in meeting his needs to achieve the goals of the organization. Motivation is a 

driving force to make the employees realize the importance of behavior needed to achieve self-satisfaction. 

Motivation is formed from the attitude of an employee who is facing a work situation. Motivation is a condition 

that moves employees who are directed to achieve organizational goals, mental attitude is a mental condition 

that encourages employees to strive toachieve maximum work achievement. Indicators of employee work 

motivation (1) Achievement if the employee succeeds in achieving a vision of mission expected by the agency, 

then the leader must provide an achievement for the employee, (2) Recognition the leadership must recognize 
the results of achievement of the employee, (3) The work itself when the employee receives the job that feels 

difficult, then the employee will explore a knowledge obtained and will be responsible for solving the problem, 

(4) Responsibility for employees to be responsible for their work, then the leadership must apply the principle of 

participation with the aim of employees can make planning and carry out the work properly, (5) Progress or 

advancement, if the employee already has a good responsibility, then the chairman gives recommendations to 

employees for development, raises his rank, is sent to follow further education and training. So that employees 

can develop in their work 

 

III. Methodology 
This research is to find out the influence of transformational leadership style, quality of human 

resources on employee performance through employee work motivation. Data collection using questionnaires. 

Respondents only choose four answers according to the Likert scale on option 1 is strongly disagreeing, 2 are 

disagreeing, 3 are agreeing and option 4 is strongly agreeable. Researchers built four research hypotheses.  

The design of this research is quantitative. while the data sources obtained in this study are primary 

data and secondary data. Primary data is obtained from questionnaires of research objects, and secondary data is 

obtained from the staffing department. Data techniques use descriptive analysis and path analysis.  

The respondents of the study were 75 employees. Census methods were used in this study. 

An explanation of research variables and indicators is presented in Table 1 as follows: 
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Table 1. Variables and indicators 

 

 
 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

 

 

Standardized regression coefficient values in structural equation models are calculated using multiple linear 

regression techniques assisted by SPSS statistical programs. The research structural equation model is presented 

in Figure 1. 

 

Figure 1. Structural Equation Modeling 

 
 

Regression liner I:  Z= a4 +      +      +   

Regression liner I:  Z= a4 +      +      +   

 

IV. Research Results 
The results of respondents' answers from 75 people have been tabulated. Validity and reliability tests 

have been tested resulting in the conclusion that respondents understand the contents of the questionnaire and 

are proven to have a good level of consistency. The respondent's profile is presented in Table 2. 

 
Table 2. Respondent Profile 

Age % Education Level % 

20-29 Years 18,67 High School 

Equivalent 

22,67 

30-39 Years 41,33 Bachelor (S-1) 56,25 

40-49 Years 29,33 Magister (S-2) 34,38 

50-59Years 10,67  

 
Gender % 

Male 44 

Woman 56 

 

Most respondents are women, at the age of 30 to 39 years means respondents at a high level of maturity 

with a good level of intelligence that is mostly educated, undergraduate graduates. Data processing use program 
SPSS statistical program. The study measured four variables and 18 research indicators. An overview of 

respondent perception can be analyzed using the average value for each variable and indicator-indicator. 

Statistical results of the description for each of the variables and research indicators are presented in Table 3. 

 

 

Variables  Indicators       Source 

Transformational 

Leadership Style (X1) 

Ideal Influence (X1,1) (Robbins:2010) 

Individual Considerations 

(X1,2) 

Inspirational Motivation  

(X1,3) 

Intellectual Stimulation (X1,4) 

Quality of Human 

Resources (X2) 

Knowledge(X2,1) (Mangkunegara:2009) 

Recruitment  (X2,2) 

Work Spirit (X2,3) 

Planning/Organizing 

Capabilities (X2,4) 

Employee Performance (Y) Quality  (Y1.1) (Mathis:2006) 

Quantity  (Y1.2) 

Timeliness (Y1.3) 

Effectiveness  (Y1.4) 

Independence (Y1.5) 

Employee Work 

Motivation (Z) 

Achievement (Z1.1) (Simanjutak:2012) 

Recognition (Z1.2) 

The Work It Self (Z1.3) 

Responsibility (Z14) 

Advancement (Z1.5) 
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Table 3. Description Values for Variables and indicators 
Variabel dan Indikator Mean Indicators Mean 

Transformational Leadership 

Style (X1) 

3,07 Ideal Influence (X1,1) 3,10 

Individual Considerations (X1,2) 3,10 

Inspirational Motivation  (X1,3) 3,01 

Intellectual Stimulation(X1,4) 3,12 

Quality of Human Resources 

(X2) 

3,06 Knowledge(X2,1) 3,03 

Recruitment  (X2,2) 3,04 

Work Spirit (X2,3) 3,07 

Planning/Organizing Capabilities 

(X2,4) 

3,12 

Employee Performance (Y) 3,18 Quality  (Y1.1) 3,15 

Quantity  (Y1.2) 3,13 

Timeliness (Y1.3) 3,11 

Effectiveness  (Y1.4) 3,18 

Independence (Y1.5) 3,36 

Employee Work Motivation 

(Z) 

3,10 Achievement (Z1.1) 3,06 

Recognition (Z1.2) 3,00 

The Work It Self (Z1.3) 3,08 

Responsibility (Z14) 3,12 

Advancement (Z1.5) 3,24 

 

Table 3 explanation shows that the indicator that best describes the variables of transformational 

leadership styles is intellectual stimulation. Indicators of the quality of human resources can explain the ability 

to plan/organize well. Employee performance prioritizes self-reliance. Employee work motivation is seen in the 

Advancement indicator. To find out the standardized coefficient value in the structural equation model, it is 
done regression twice. The results of the regression model equation are as follows: 

First multiple linear regression model:  

Z= 8.836 +         +         +   

Second multiple linear regression model:  

Y= 7.972 + 0.443Z +    

 

The results of the structural equation model are presented in Figure 2.  

 

Figure 2. Structural Equation Modeling 

 
Note: *) significant at the 0,05 level 

Figure 2 shows the four standardized regression coefficient values in the structural equation model. 

Transformational leadership style towards Employee work motivation shows a significant impact. The quality of 
human resources affects employees' work motivation. Employee work motivation has a significant effect on 

employee performance. An explanation of path analysis is presented in Table 4. 

 

Table 4. The results of the track analysis evaluation are presented 
 

Variable 

Direct Influence Indirect Influence 

Standardized Coefficient Standardized 

Coefficient 

Transformational Leadership Style to 

Employee Work Motivation 

 

         

 

Quality of Human Resources to Employee    

Work Motivation 

 

         = 0.586 

 

Transformational Leadership Style to 

Employee Performance 
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Quality of Human Resources to Employee 

Performance 

 

        = 0.155 

 

Employee Work Motivation to Employee 

Performance 

          

Transformational Leadership Style to 

Employee Performance through Employee 

Work Motivation 

    X    

      X       = 

0.322 

Quality of Human Resources to Employee 

Performance through Employee Work 

Motivation 

    X    

      X       = 

0.435 

Amount    2.110 0.451 

 

Table 4. It is known that the total direct influence is 2,110, while the total indirect influence is 0.451. 
This can be interpreted that the employee's work motivation variable is the mediation variable because the total 

direct influence of 2,110 is greater than the total indirect influence of 0.451, so the employee's work motivation 

variable strengthens its influence on employee performance. This can be concluded as a mediation variable.  

 

V. Discussion 
Respondents’ perception of the transformational leadership style indicates that the transformational 

leadership style is formed from the ideal influence aspect. Individualized considerations, Intellectual 

stimulation, Inspirational Motivation. It was found that intellectual stimulation is the most shaping indicator of a 

transformational leadership style. Intellectual stimulation in Office Government is very decisive for employee 
performance, leaders provide innovation and procedures in carrying out a job. With the existence of intellectual 

stimulation, employees will understand difficult work and solve problems based on applicable regulations. The 

completion of work in the Office Government of the leadership appreciates every job done by employees so that 

employees are always motivated to give their best and can achieve the vision of the agency mission. Office 

Government between leaders can coordinate well so that employees remain enthusiastic in carrying out their 

work and leaders are set a good example. This aligns with the characteristics of work in the Office Government 

that requires qualified leaders. This is in line with research conducted by (Miao:2007) that transformational 

leadership is leadership involved in the work of employees and leaders treat and provide direction to employees 

well 

This research reveals that the Quality of Human Resources is determined by Knowledge, Recruitment, 

Spirit of work, Ability to plan/organize. The Quality of Human Resources in the Office Government is primarily 
formed by the ability to plan/organize in detail, then the development planning will run more optimally. In the 

Office Government that must be owned by employees, namely guidelines in planning, if they can not follow the 

planning properly, training will be given to improve the quality of employee performance, so that employees in 

the Regional Development Planning Office are competent and professional in carrying out their duties. In this 

study, it was shown with the highest predicate that employees in Office Government can plan or organize 

carefully, it is used as a reference in working and fostering high work motivation. This research is in line with 

research conducted by, (Ozlen:2014) which showed that the influence of human resource quality has a 

significant influence on employee work motivation. With the quality of competent human resources and can 

achieve the objectives of the agency and can increase the motivation of workers in employees in a targeted This 

research reveals that Employee Performance is determined by Quality, Quantity, Timeliness, Effectiveness, 

Independence. Leaders play an important role in the organization because it has the authority to formulate a 
policy. The leadership is the skipper for all members to determine where to go. Therefore, the ability to manage 

agencies and subordinates as best as possible to achieve the objectives of the organization. By being able to 

manage it is used as an example to be applied that becomes the scope of subordinates.  This is in line with 

research conducted by (Simanjutak:2012) that the work achieved by a person or group of people, by the 

authority or responsibility of each employee during a certain period. 

This study found that employee work motivation can be shaped by achievement or achievement, 

recognition or recognition, the work itself or the work itself, Responsibility or responsibility, Progress, or 

advancement. The highest score is in the Advancement indicator. Employees at Office Government were 

recommended by the leadership for the development, promoted, sent to follow further education and training. So 

that employees can develop in their work, as well as continue to develop in their careers. Therefore employees 

will continue to be motivated in their work. This is in line with research conducted by (Ozlen:2014) that highly 

motivated employees who are productive and innovative can lead the organization to success through the 
achievement of desired results. 
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VI. Conclusion 
In this study, it was produced that the total direct influence is greater than the total indirect influence, it 

can be concluded that the Employee Work Motivation variable is a mediation variable. Therefore, Employee 

Work Motivation can weaken the direct influence of variable Transformational Leadership Style, Human 

Resource Quality, and Employee Performance 
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